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Abstract

This study examined male and female psychologists in academic administrative positions
with regard to their perceptions of their own power and their actual power within the
administrative hierarchies in which they work. In the past, researchers have compared women
and men in academic administrative positions with regard to parity of numbers, salaries, number
of publications and citations, types of institutions where they work and, the job titles they hold.
These indices had suggested that women administrators had less prestige, control fewer
resources, and a more limited scope of job responsibilities than did men. However, there had
been no comparison of the attitudes and self-perception of roles, responsibilities, and resources
of female and male psychologists working in academic administration in clinical psychology, a
feminized discipline.
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It was hypothesized that female and male psychologists in administrative positions would

differ in their employment characteristics, use of time, control of resources, and self-perception
of influence. A sample of 24 male and 32 female psychologists currently working in academic
administration in clinical psychology schools and programs (i.e., member programs of The
National Council of School and Programs of Professional Psychology, The Council of
University Directors of Clinical Psychology, and The Council of Graduate Departments of
Psychology) responded to the survey. The female and male respondents did not differ in any of
the predicted ways, however it was clear that the characteristics of this sample did not match
those of administrators in the constituent professional organizations. Specifically, there were
more women than expected and the women and men in the sample did not differ in years of
experience or job title, as would have been expected. Results are discussed in terms of the need
for parity of number and the optimism that women who are currently in leadership experience
their power in ways similar to men.
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Chapter 1

Introduction

Research specifically relating to gender differences and the roles of women in the
workforce began in the 1980s and has increased in recent decades (Broadbridge & Hearn, 2008).
Women across all industries continue to experience discrimination in the workplace more often
than men; they also earn less, experience more stress, have less secure employment, and do not
achieve the same level of professional status as their male peers (Broadbridge & Hearn, 2008).
The same pattern of gender differences has been demonstrated in academic settings. In a report
of gender equality, across all academic disciplines, the American Association of University
Professors (2005) said that, "the more prestigious an institution in the layer [of higher education
institutions], the fewer women there are. And the higher the rank, the lower the likelihood that a
woman will hold it." (p. 25).
It might be expected that the feminization of psychology would have resulted in a

different pattern in that academic discipline, but this seems not to have been the case. In 1970,
women made up only 20% of PhD recipients in psychology (Astin, 1972) while in 2005, 72% of
new doctoral candidates were women according to information obtained by The American
Psychological Association's center for psychology workforce analysis and research (Cynkar,
2007). Similarly, current graduate students and internship applicants in psychology are
predominantly female (Cynkar, 2007) with 79% of 2,208 internship applicants being women
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(Association of Psychology Postdoctoral and Internship Centers, 2008). Yet despite the record
numbers of women studying and earning advanced degrees in psychology, women with
doctorates in psychology continue to be consistently underrepresented in the top levels of
administration, particularly at doctoral academic institutions (Baker, 2006; Denmark, 1998;
Monks & McGoldrick, 2004; Neuhaus, 1982).
Gender Differences in Demographic and Employment Characteristics
There is ample evidence that women psychologists in academic administration have a
different experience than their male colleagues. Men climb the academic ladder faster than
women; specifically, women are promoted to every academic rank later than male colleagues
(Carroll, 1991; Emmons, 1982; Monks & McGoldrick, 2004). Women are under-represented as
administrators in psychology departments (Baker, 2006; Denmark, 1998). Kite et al. (2001) note
that male administrators in psychology are more likely to serve as presidents, deans, or
department chairs while women are more likely to serve as directors of programs within larger
academic units. Additionally, women hold positions in institutions that are significantly smaller
in terms of enrollment and have significantly lower average faculty salaries (Monk &
McGoldrick, 2004). Finally, while there are certainly many reasons for the lack of parity among
male and female administrators, much of the research assumes that women are underrepresented
in academic administration in large part because of their family roles and obligations (Benschop
& Brouns, 2003; Emmons, 1982; McElrath, 1992; Powell & Mainiero, 1992; Ward, & Wolf-

Wendell, 2004).
Not only are there fewer women than men among psychology academic administrators,
but there is also evidence that the ways men and women engage in their jobs is different. Female
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academics are more likely to hold teaching jobs instead of full-time administrative positions
(Denmark, 1998) and often undertake heavy teaching loads, therefore limiting their time and
energy to engage in research activities (Allen, 1998; Armenti, 2004). Even among psychology
administrators, men are more likely to continue to publish than are women and women are more
likely to continue to teach and advise (Kite et al., 2001). Men and women also have different job
descriptions as administrators. Hyde et al. (2002) observe that, "the division of labor is unequal
in academia; Men do research and oversee personnel hiring and promotion while women do
service, teaching, and student and faculty development" (p. 2032). Thus, it should not be
surprising that in clinical psychology departments, most department chairs and deans are men
while directors of clinical training are women.
Gender Differences in Resource Management and Perceived Influence
Kenkel and Crossman (20 10) identify necessary skills of academic administrators within
clinical psychology programs, among them creating a shared vision and managing people and
financial resources. Further, Butcher (2009) suggests that it is important for an academic
administrator not only develop leadership and management skills but also to become comfortable
with his or her power over the academic department in order to create an identity as a leader and
perceiving one's own influence.
Evidence suggests that even when they have the same job titles, men and women manage
different resources. Women administrators in clinical psychology programs are likely to control
fewer resources because they tend to serve at smaller and less prestigious institutions and are
directors of small programs that have fewer faculty, staff and students (Monk & McGoldrick,
2004). Further, there is clear evidence that men and women in administration are perceived
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differently, by themselves and by others. Both women and men perceive women administrators
as less effective agents than they do men in the same situations. This is especially true when
those rating the administrators held more traditional (i.e., stereotyped) gender beliefs (Rudman &
Kolinsky, 2000).
The Present Study
The purpose of the present study is to compare the employment characteristics, the job
activities, the resource control and the self-perception of leader influence of female and male
psychologists working in academic administration in clinical psychology, a feminized discipline
in which there are roughly equal numbers of male and female administrators. Based upon past
literature, the following hypotheses were proposed:

Hypothesis 1: Employment Characteristics. Employment characteristics of male
and female administrators were expected to differ. Specifically, women were expected to report
that their job title was a director of clinical training, that their administrative position had less
than a .5 FTE, that they had fewer years of experience in their current position, and fewer years
since receiving their doctorate than male respondents.

Hypothesis 2: Use of Time. Use of time by female and male administrators was
expected to differ. Specifically, women were expected to spend more time on instruction and less
time on research activities than did men. Further, it was expected that women administrators
would be more likely to have children or elders requiring care in their horne than the men who
responded.

Hypothesis 3: Resource Control. Resource control by male and female
administrators was expected to differ. Specifically, female psychologists in academic
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administration were expected to control fewer financial and staffing resources than men in the
same positions.

Hypothesis 4: Self-Perception of Influence. Self-perception of influence by male
and female administrators was expected to differ. Specifically, female psychologists in academic
administration were expected to perceive that they have less influence than the men holding the
same positions.
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Chapter 2

Method
Participants
Participants were 24 male and 32 female psychologists currently employed in doctorallevel academic administration in clinical psychology training programs. Participants were
recruited from among the administrators listed for the National Council of Schools and Programs
of Professional Psychology (NCSPP), the Council ofUniversity Directors of Clinical Psychology
(CUDCP), and the Council of Graduate Departments of Psychology (COGDOP). It should be
noted that although COGDOP members include many sub-disciplines in psychology (e.g.,
industrial organizational, counseling, school, experimental, and clinical) only directors of clinical
psychology programs were contacted. The invitation to participate was emailed to 309 program
directors. Of those contacted, 89 opened the survey and 56 completed the survey. Thus the
response rate was 18.1 %.
The demographics characteristics of the sample are shown in Table 1. The administrators
who responded to the survey were predominantly EuroAmeican, heterosexuals in their early 50s.
Female and male administrators did not differ significantly on any of the characteristics listed in
Table 1.

Instruments
A questionnaire was developed to gather demographic information as well as to obtain
information regarding the structure of each participant's current place of employment, how they
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Table 1
Demographic Characteristic of the Male and Female Clinical Psychology Administrators in the
Study Sample
Women

Men

50.16 (sd = 9.61)

51.75 (sd = 10.73)

Number ofEuroAmericans

27

22

Number of Heterosexuals

31

22

Number Married or partnered

25

20

Number caring for others

15

7

Mean years at current institution

11.14 (sd = 7.85)

14.04 (sd = 8.77)

Mean years since your doctorate

17.94 (sd = 9.41)

20.75 (sd = 10.74)

Mean years at current job title

5.34 (sd = 5.17)

6.46 (sd = 5.37)

32

24

Mean age

Total sample size

spend their time, perception of resource control and actual resource control. The intent of this
measure was to identify whether male and female psychologists in academic administration
differed in their levels of perceived and actual influence as academic administrators. The
questionnaire took approximately 15 minutes of the participant's time to complete and is shown
in Appendix A.
Procedure
Participants' email addresses were collected from the public membership information
available for three professional organizations of administrators of clinical psychology training
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programs (i.e., NCSPP, CUDCP, and COGDOP). Participants were contacted by email and
asked to participate in a short survey about their experiences as psychologists in academic
administration. The email indicated that the study had received IRB approval, outlined the limits
of confidentiality, and provided a link to a web-based survey. When participants arrive at the
survey web-site, they were presented with an informed consent statement and upon their
agreement to participate, they were presented with 32 multiple choice and short answer, openended questions. These questions took approximately 15 minutes to complete. No incentives
were provided in return for participation in this study.
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Chapter 3

Results
Hypothesis 1: Employment Characteristics
Participants were asked to provide their current job title and the percentage of their
academic employment that was dedicated to administration (i.e., FTE). Most survey respondents
were program directors or chairpersons (35.1 %), while 1.8% identified themselves as presidents,
14% as deans, 12.3% as research or other program sub-unit directors, and 22.8% directors of
clinical training. Additionally, seven respondents (12.3%) identified themselves as faculty
members in non-administrative roles, although they did have dedicated FTE for administrative
work. The data were re-coded to create two administrative categories, one for directors (i.e.,
faculty with some training director responsibilities, research directors and [most] clinical training
directors) and the other for deans (i.e., department chairs, deans, vice presidents, and presidents).
The representation ofwomen (directors= 15; deans= 17) and men (directors

12; deans= 12)

at these two levels of administration did not differ, X2 (1) = .05, p = .82). Eighteen participants
reported that they work 1 FTE (full time equivalent), with 17 reporting that they work .50 FTE,
16 working .30 FTE, and only 5 reporting that they work .80 FTE as an administrator. The
percentage of men and women working 1 FTE was similar with 33% of men and 31% of women
working full time as an administrator. Women (M =.59, sd = .31) and men (M

.65, sd

.29)

did not differ in percentage of their work dedicated to an administrative assignment (i.e., FTE),
F(l,55)

.43, p =.53, eta2 = .08 (no effect). Women (M = 5.34, sd

5.17) and men (M = 6.46,
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sd = 5.37) also did not differ in the number of years they had held their current job title, F(1,55)
=

.62, p = .44.

Hypothesis 2: Use of Time
Table 2 shows how male and female administrators reported they spent their time in the
prior week. Overall, male and female respondents did not differ in how they spend their time at
work. Specifically, a MANOVA was conducted using all six of the questions about how
administrators spent their time as dependent variables (i.e., supervision, teaching, advising,
administration, fund-raising, and research); The results indicated that gender had no significant
effect on the way administrators spent their time, Wilk's Lambda (6, 49) = .89, p =.51, eta2 < .10
(no effect). As might be expected, none of the constituent ANOVAs shows a significant gender
effect either (see Table 2).
Of the 32 female administrators, 15 (47%) were caring for children or elders in their
home whereas only 7 of the 24 male administrators (29%) were caring for children or elders. A
Chi-squared test showed that this difference was not statistically significant, X2 (1)

1.80, p

.18. It is likely that with a larger sample size, these proportions would have been significantly
different.
Hypothesis 3: Resource Control
This hypothesis was tested using responses to questions about the resources
administrators actually controlled. Specifically, "How many budget dollars do you control?" and
"How many faculty report to you?" Women (M = $329K, sd = $694K) and men (M = $288K, sd
= $640K) did not differ in the number ofbudget dollars they controlled, F(l, 53)= .05, p

.83,

eta2 < .01 (no effect). Likewise, women (M = 4.27, sd = 5.89) and men (6.12, sd = 6.56) did not
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differ in the number of faculty members who reported to them, F( 1, 54) = 1.21, p = .27, eta2 =
.02 (no effect).

Table 2

How Men and Women Administrators Reported They Spent Their Time in the Past Week
Men

Women
Question

Mean

SD

Mean

SD

p=

Eta2

In the last week what percentage
of your time was spent in
4.62

8.98

6.42

8.11

.45

.01 a

... in teaching?

12.47

12.52

14.06

18.53

.70

< .01a

... in advising?

17.03

15.25

13.04

10.27

.28

.02a

... in administration?

42.53

25.62

40.63

28.58

.79

< .01a

2.22

3.32

2.79

3.97

.56

< .01a

13.50

13.26

8.54

7.11

.10

.05a

supervision?

... in fund raising and
marketing?
... on dissertations and research?

Note: a This effect size indicates "no effect" according to Cohen (1992).

Hypothesis 4: Self-Perception of Influence
This hypothesis was tested using responses on a 5-point Likert scale to questions about
the administrator's perceived influence, where a response of 0 indicated no perceived influence
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and a 4 indicated the highest level of influence. Examples of specific questions include, "How
much influence do you feel you have in budget/spending decisions?" and "How much influence
do you feel you have in hiring and firing of faculty and staff?" For all analyses, alpha was set at
.05. As can be seen in Table 3, responses indicate that men and women did not differ in their
perceived levels of influence. Interestingly, both men and women felt they had the greatest
amount of influence over student discipline and the least amount of influence over the budget. A
MANOVA was conducted using all four of the influence questions as dependent variables (i.e.,
budget, student discipline, curriculum, and faculty/staff employment); It indicated that there
was no significant effect of gender on the administrators' perceived influence, Wilk's
Lambda(4,51) = .10, p = .98, eta2 < .01 (no effect). As might be expected, none of the constituent
ANOVAs shows a significant gender effect either (see Table 3).
Pearson Chi-Square was conducted to cross tabulate respondents' answer to the survey
question "Do you feel that the power you actually have in your current position is equal to your
job title?" No significant difference was found between the responses from men and women,
C2(1) = .007, p = .93. Twenty-nine percent of women (n

9) reported that the power they have

in their current position was not equal to their job title, while 28% of men (n = 7) reported the
same.

A Check of the Validity of the Survey
A concern about the sensitivity of the survey arose because none of the alternative
hypotheses, suggested by the literature review, were supported. In order to test the sensitivity of
the survey, the analyses were repeated using job title (i.e., directors vs. deans) as an independent
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variable. It was hypothesized that directors (n = 27) and deans (n = 29) would differ on most of
the analyses.

Table 3
Men and women did not differ in their perceived levels of influence

Men

Women
Question

2

Mean

SD

Mean

SD

p=

Eta

2.28

.89

2.29

.86

.97

< .01a

2.78

.42

2.83

.48

.67

< .01a

2.50

.68

2.50

.78

.99

< .01a

1.75

1.05

1.83

.96

.76

< .01a

How much influence do you
feel you have in hiring and
firing of faculty and staff?
... in student disciplinary
actions
... in curriculum decisions
... in budget/spending
decisions

Note. a This effect size indicates "no effect" according to Cohen (1992).

The number of years since obtaining their degree did differ significantly for directors (M
= 15.33, sd = 8.57) and deans (M = 22.69, sd = 10.07), F(l, 55)= 8.60, p < .01, eta2 = .14 (large
effect). However, directors and deans did not differ significantly on any other employment
characteristics.
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The groups differed significantly in how they spent their time, Wilk's Lambda (6, 49)
3.61, p < .01, eta2 < .31 (large effect). Directors spent significantly more time than deans in
supervision (F(l, 54)= 5.67, p = .02), and teaching (F(1, 54)= 4.64, p = .04). Deans spent
significantly more time than did directors in administration (F(1, 54)= 13.22, p < .01) and fundraising (F(l, 54)= 3.80, p < .05). Directors and deans did not differ in the proportion of their
time spent in advising (F(l, 54)= 0.22, p = .64) or engaging in research (F(l, 54)= 3.50, p =
.08).
The groups did differ in the actual resources they controlled. Specifically, directors (M =
3.47, sd = 6.05) and deans (M = 6.55, sd = 6.03) did differ significantly in the number of faculty
who reported to them, F(l, 54)= 3.58, p

.06, eta2

.06 (small effect). Similarly, directors (M

= $1 OOK, sd = $290K) and deans (M = $508K, sd = $842K) differed significantly in the size of
the budgets they controlled, F(l, 53)= 5.47, p = .02, eta2

.10 (medium effect).

The groups also differed significantly in their perceived influence, Wilk's Lambda (4,51)
= 4.60, p < .01, eta2 < .27 (large effect). The two influence questions which showed a significant
difference between directors' and deans' responses were related to influence over hiring and
firing (F(l, 54)= 6.18, p = .02) and influence over budget (F(1, 54)= 15.71, p < .01). The groups
did not differ in their perceived influence over student disciplinary actions (F(l, 54)= 0.17, p =
.68) or influence over curriculum (F(1, 54)= 1.88, p = .18).
The differences between directors and deans reflect an expected pattern of significant
differences between the groups and suggest that the survey used in this study is both sensitive
and valid.
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Chapter4

Discussion

This study was concerned with determining the differences between male and female
psychologists in academic administration. Surprisingly, the findings do not support the
hypotheses that male psychologists in academic administration will have and perceive that they
have more power than women in the same administrative positions. In fact the results suggest
that male and female psychologists in academic administration do not differ in terms of the
budget and staff resources they control nor in their self-perception of their own power and
influence. The results also reveal that male and female psychologists in academic administration
do not differ significantly in a variety of demographic and employment-related variables nor do
they differ in the ways they spend their time at work. The possibility that the lack of significant
gender differences was the result of an insensitive or invalid survey was addressed by
demonstrating that the instrument was able to establish significant differences and an expected
pattern of results for each of the hypotheses with respect to directors and deans.
Effect size analyses associated with these non-significant gender differences are so small
as to indicate that the lack of statistical significance is not due to small sample sizes but is instead
due to the lack of gender effect on the dependent variables. Cohen (1992) recommend that effect
sizes in the ranges found for gender comparisons in this study should be considered "no effect"
or "clinically irrelevant." Thus, even if the sample sizes had been increased to over 500 men and
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500 women, finding statistically significant differences based on gender would have been
unlikely (Cohen, 1992).
The lack of gender differences found in this study are not consistent with previous
findings which suggest that although psychology as a whole has become more gender inclusive
in recent decades, it is still less inclusive in the higher levels such as administration (Baker,
2006). It is almost certainly true that the characteristics of this sample do not match those of male
and female administrators in clinical psychology programs. A 2005 self-study by the National
Council of Schools and Programs of Professional Psychology (NCSPP) reports that although
55.6% of administrators in NCSPP schools were women, the majority ofthem were Directors of
clinical training and not department chairs or deans (Paszkiewicz, 2006). However, in the most
recent self-study of the Council ofUniversity Directors of Clinical Psychology (CUDCP) only
19% of the Directors of Clinical Training were women, although it should be noted that this
percentage has probably increased by now (Wisocki, Grebstein, & Hunt, 1994). In both groups
women are the minority among department chairs and deans. In contrast, the women and men in
this study did not differ in terms of their job title (i.e., director or dean), their administrative FTE,
years since receiving their degree, years at their institution or years in their current position.
The effect size results and non-representativeness of this sample can be used to create a
coherent narrative; that is, although men and women have not achieved parity of numbers within
the ranks of department chairs and deans of clinical psychology programs, when men and
women of equal rank are compared they report similar use of time, experiences of their
resources, and perceptions of their own influence. So the bad news is, there may not be enough
women leaders, but the good news is that the women leaders who are active in the field do not
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necessarily have access to different resources or perceive their leadership differently than their
male peers.
Limitations
One limitation of this study is the narrow definition of resources and perception of
influence that was used. There are indefinite number of differences that could exist for
psychologists in academic administration and the indefinite number of barriers that female
psychologists in academic administration face that were not explored by the current study's
instrument. Future research may benefit from taking a more qualitative approach that allows
participants to relate their own experiences being effective psychologists in academic
administration. A qualitative approach would also allow administrators to discuss their own
leadership models and understandings of power.
The generalizability of this study is limited to psychologists who are academic
administrators in programs which train clinical psychologists. It is possible that administrators
with degrees from clinically-based programs in psychology may have different characteristics
than do administrators in other sub-disciplines of psychology. Future research should focus on
assessing an even wider spectrum of psychologists in academic administration and even in
disciplines beyond psychology as having more varied demographics may produce increased
variation in perceived levels of power. As with any convenient sample, it is possible that those
who chose to participate have a more positive view of their power and career than a more
representative sample of administrators.
The size of the current sample was certainly not ideal. The small sample size increased
the sampling error associated with this study, thus increasing the likelihood that this sample
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would appear different than the population from which it came. In other words, the small sample
size made it more likely that this sample has unique characteristics. However, the very small
effect sizes (i.e., no effect according to Cohen, 1992) suggest that the small sample size probably
does not account for the lack of gender differences in the hypothesis tests within this particular
sample. Finally, it should be noted that the sample was too small to allow for the examination of
the effects of some variables such as ethnicity.
Conclusions
If we believe that women and men in administration in clinical psychology programs
don't differ much, why should we care whether women achieve parity of numbers with men?
One reason is to provide an adequate number and diversity of models of women in leadership.
Because most students in doctoral clinical psychology programs are women, they should be able
to observe multiple, active and powerful models of women in leadership. Pate (2009) argues that
demographics are a metric for diversity and that increased diversity promotes inclusion, reduces
discrimination, and results in a more effective workforce.
However, we might wonder whether men and women in academic administration differ
in important, yet subtle, ways that were not measured in this study. Chin (2004) noted that few
models of feminist leadership exist and therefore few studies have focused on more subtle ways
that men and women in academic leadership may differ. Canon (1992) argues that the ethical
character of administrators within doctoral psychology programs serve as the standards for
students and for the profession. If women and men in academic leadership are using different
ethics and expressing virtues differently, even though they are managing the same resources
similarly, then understanding those gender differences would be important.
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Thus we can celebrate that the results of this study suggest that when men and women are
matched in experience and job title, they do not differ significantly in the resources they manage
or their perception of their own influence. However we are still left with the reality that women
have not achieved parity in academic administration within clinical psychology programs and the
possibility that women and men in leadership positions differ in important ways that have not
been documented in this study but would be important in shaping their students, programs and
the field of clinical psychology.

Female Psychologists in Academic Administration

20

References
Allen, H. L. (1998). Faculty workloads and productivity: Gender comparisons. National

Education Association Almanac ofHigher Education, 29-44.
American Association of University Professors. (2005). Inequities continue to exist for women
and non-tenure track faculty: The annual report on the economic status of the profession:
2004-2005. Retrieved December 5, 2007 from aaup.org/AAUP/comm./rep/Z/
ecstatreport2004-05/
Association of Psychology and Postdoctoral Internship Centers. (2008). Internship Applicant
Survey. Retrieved August 24, 2008 from
http://www.appic.org/match/5_ 2_ 2_1_1 0_match_about statistics_general_2008.html
Armenti, C. (2004). Women faculty seeking tenure and parenthood: Lessons from previous
generations. Cambridge Journal of Education, 34(1 ), 65-83.
Astin, H. S. (1972). Employment and career status ofwomen psychologists. American

Psychologist, May, 371-381.
Baker, N. L. (2006). Feminist psychology in the service of women: Staying engaged without
getting married. Psychology of Women Quarterly, 30, 1-14.
Benschop, Y., & Brouns, M. (2003). Crumbling Ivory Towers: Academic Organizing and its
Gender Effects Gender and Work Issues, 10(2): 194-212.
Broadbridge, A., & Hearn, J. (2008). Gender and management: New directions in research and
continuing patterns in practice. British Journal of Management, 19, 38-49.
Canon, H. J. (1992). Psychologist as university administrator: Visible standard bearer.

Professional Psychology: Research and Practice, 23(3), 211-215.

Female Psychologists in Academic Administration

21

Carroll, J. B. (1991). Career paths of department chairs: A national perspective. Research in

Higher Education, 32, 669-688.
Chin, J. L. (2004). The 2003 division 35 presidential address: Feminist leadership: Feminist
visions and diverse voices. Psychology of Women Quarterly, 28(1), 1-8.
Cohen, J. (1992). Power primer. Psychological Bulletin, 112(1), 155-159.
Cynkar, A. (2007). The changing gender composition of psychology. The Monitor on

Psychology, 38(6), 46.
Denmark, F. L. (1998). Women and psychology. American Psychologist, 53, 465-473.
Emmons, C. ( 1982). A longitudinal study of the careers of a cohort of assistant professors in
psychology. American Psychologist, November, 1228-1238.
Hyde, J. S., Hall, C. C., Fouad, N. A., Keita, G., Kite, M. E., Russo, N. F., & Brehm, S. S.
(2002). Women in Academia: Is the glass completely full? The American Psychologist,

57, 1133-1133.
Kenkel, M. B., & Crossman, R. (20 10). Faculty and administrators in professional psychology
programs: characteristics, roles, and challenges. In M. B. Kenkel & R. L. Peterson (Eds.),

Competency-based education for professional psychology. Washington, DC: American
Psychological Association.
Kite, M. E., Russo, N. F., Brehm, S. S., Fouad, N. A., Hall, C. C., Hyde, J. S., & Keita, G.
(2001). Women psychologists in academia: Mixed progress, unwarranted complacency.

The American Psychologist, 56, 1080-1098.
McElrath, K. (1992). Gender, career disruption, and academic rewards. Journal of Higher

Education, 63(3), 269-281.

Female Psychologists in Academic Administration

22

Monks, J., & McGoldrick, K. (2004). Gender earnings differentials among college
administrators. Industrial Relations, 43, 742-758.
Neuhaus, R. (1982). Women and minorities in psychology: Income inequality reexamined.

American Psychologist, November, 1284-1286.
Paszkiewicz, W. (January, 2006). 2005 NCSPP Self Study with Complementary Data. A paper
presented at the annual meeting of the National Council of Schools and Programs of
Professional Psychology, Las Vegas, NV.
Pate, W. E. (August 2009). Demographic trends: Impacts on and of the education pipeline. A
paper presented at the annual meeting of the American Psychological Association,
Toronto, Ontario, Canada.
Powell, G. N., & Mainer, L.A. (1992). Cross-currents in the river oftime: Conceptualizing the
complexities of women's careers. Journal of Management, 18(2), 215-237.
Rudman, L. A., & Kolinsky, S. E. (2000). Implicit and explicit attitudes toward female authority.

Personality and Social Psychology Bulletin; 26, 1315-1328.
Ward, K., & Wolf-Wendell, L. (2004). Academic motherhood: Managing complex roles in
research universities, The Review ofHigher Education, 27(2), 233-257.
Wisocki, P. A., Grebstein, L. C., & Hunt, J. B. (1994). Directors of clinical training: An insider's
perspective. Professional Psychology: Research and Practice, 25, 482-488.

Female Psychologists in Academic Administration

Appendix A
Informed Consent

23

Female Psychologists in Academic Administration

1. This study has received approval from the George Fox University Institutional Review
Board.. By choosing to continue you are indicating your consent to participate in this
study. You are free to discontinue at any time. If you have any questions please contact
jschenk05@georgefox.edu
o

Continue with the survey
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Psychologists in Academic Administration Survey
1. What is your current job title?
2. How long have you worked for your current employer? (please round up to the nearest year).
3. How long have you held your current administrative position? (round up to the nearest year).
4. What percentage of full-time (FTE) is your current administrative position? _ __
5. How many people in your department hold positions above you in the organizational
structure?
6. What is the size of the budget you control? (Please give an amount to the closest $5000 US
dollars). My budget is approximately
thousand dollars.
7. What type of doctoral degree(s) does your department offer?
o PsyD.
o Ph.D.
o Both PsyD. & Ph.D.
o Other - - 8. How many FTE faculty members are employed by your department?
9. How many FTE faculty members report to you?
10. In the last week, what percentage of your work time was spent providing clinical supervision
to graduate students?
11. In the last week what percentage of your work time was spent teaching classes?
12. In the last week what percentage of your work time was spent advising students?
13. IN the last week what percentage of your work time was spent doing administrative tasks?
(e.g. budgeting, paperwork, evaluations, etc.)
14. In the last week what percentage of your work time was spent fund-raising and/or marketing
for your department/institution?
15. In the last week what percentage of your work time was spent conducting research or
supervising research and/or dissertation work by graduate students?
16. How much influence do you feel you have in the hiring and firing of faculty and staff?
o No influence
o Very little influence
o Some influence
o A lot of influence
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o

All influence

17. How much influence do you feel you have in student disciplinary actions?
o
o
o
o
o

No influence
Very little influence
Some influence
A lot of influence
All influence

18. How much influence do you feel you have in curriculum decisions?
o
o

o
o
o

No influence
Very little influence
Some influence
A lot of influence
All influence

19. How much influence do you feel you have in budgeting/spending decisions?
o
o
o
o
o

No influence
Very little influence
Some influence
A lot of influence
All influence

20. What do you think is your potential for career advancement in your department/institution?
o
o
o

o

No potential
Very little potential
Some potential
A lot of potential

21. How interested are you in career advancement in your department/institution?
o
o
o
o

Not interested
Not very interested
Somewhat interested
Very interested

22. Do you feel that the power you actually have in your current position is equal to your job
title?
Yes
No
23. What year did you graduate with your doctorate in psychology? - - - o
o
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. 24. What doctoral level degree did you receive?
o PsyD.
o Ph.D.
o Other

25. What is your gender?
o
o
o

Male
Female
Other

26. What is your ethnicity?
European American
African American
Native American
Asian
o Hispanic
o Other
o Prefer not to answer

o
o
o
o

27. What is your sexual orientation?
o
o
o
o
o

Heterosexual
Homosexual
Bi-sexual
Other
Prefer not to answer

28. What is your marital status?
o
o
o
o

o

Single
Married
Divorced
Co-habituating
Prefer not to answer

29. What is your age?
30. How many children under 18 do you have living in your household?
31. Do you currently have your parents, in-laws, or other elders living in your horne?
o
o

Yes
No
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Curriculum Vitae
Jennifer Schenk, PsyD
jcc.schenk@gmail.com

Education
2007-2010

Doctor of Clinical Psychology
Graduate Department of Clinical Psychology (APA Accredited)
George Fox University, Newberg, OR

2005-2007

Master of Arts in Clinical Psychology
Graduate Department of Clinical Psychology {APA Accredited)
George Fox University, Newberg, OR

2001-2005

Bachelor of Arts in Psychology
Northwest Nazarene University, Nampa, ID

Clinical Experience
August 2009-Present

Warm Springs Counseling Center, Boise, ID (APA Accredited)
Pre-Doctoral Intern
Supervisor: Yvette Ward, PsyD
• Provided individual therapy to children, adolescents, and
adults.
• Provided diagnosis specific short-term clinical family therapy.
• Conducted intake interviews and diagnostic assessments.
• Conducted risk assessments and developed suicide prevention
plans.
• Performed cognitive, achievement, and personality assessments
on adults, adolescents, and children to assist in understanding
current levels of functioning, to establish treatment goals and
make appropriate referrals.
• Performed psychosocial rehabilitation assessments to
determine eligibility of children, adolescents, and adults to
.
.
recetve servtces.
• Developed treatment plans for psychosocial rehabilitation
clients.
• Supervised psychosocial rehabilitation workers weekly.
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•
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Co-facilitated girls' social skills groups (ages 7 and 8 and ages
9-12) and interactive parenting skills groups for parents of
children ages 3-12 and teenagers.
Weekly assessment didactic and consultation, peer
consultation, multidisciplinary team, clinical family therapy
consultation, and professional seminars.
Weekly individual and group supervision with video tape
review and in vivo observation and training.

August 2008-May 2009

Cascade College, Portland, OR
Practicum Student
Supervisor: Juliana Ee, PhD
• Provided individual therapy to college students.
• Performed cognitive and personality assessments for college
students to assist in developing academic and social strategies
for success in a college environment.
• Facilitated growth groups for college students to increase self
understanding, essential academic skills, relational skills, and
emotional awareness.
• Weekly individual supervision.

August 2007-May 2008

St. Paul School District, St. Paul, OR
Practicum Student
Supervisor: Susan Patchin, PsyD
• Performed full cognitive and behavioral assessments for
children and adolescents grades K-12 to assist in the diagnosis
of learning disabilities and to implement strategies for student
success both socially and academically.
• Assisted in developing and presenting curriculum and
educational presentations for students.
• Consulted with parents, teachers, and administrators on behalf
of students.
• Provided counseling services for children and adolescents.
• Facilitated growth groups for children to increase social skills
and emotional awareness.
• Weekly individual and group supervision.

August 2006-June 2007

Multnomah County Department of Corrections, Portland,
Oregon
Practicum Student
Supervisor: Stephen M Huggins, PsyD
• Conducted individual psychotherapy with a diverse population
of inmates.
• Provided psychoeducation to drug and alcohol abusing inmates.
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• Co-facilitated psychoeducational groups with inmates.
• Assessed inmate suicide risk.
• Completed cognitive and personality assessment and
interpretation.
• Coordinated care with psychologists, psychiatric nurses,
counselors, and medical doctors for inmate care.
• Weekly individual and group supervision.
January 2005-May 2005

George Fox University, Newberg, Oregon
Pre-practicum student
Supervisor: Clark Campbell, PhD
• Provided individual therapy with undergraduate students.
• Conducted intake interviews and diagnostic assessment.
• Formulated treatment plans.
• Completed report writing and case presentations.
• Weekly individual and group supervision with videotape
review.

Teaching Experience
August 2004-December 2004 Introduction to Psychology Lab Instructor
Northwest Nazarene University, Nampa, Idaho

Presentations
February 2010

Fetal Alcohol Syndrome
Foster Care Parent Support Group
Boise, Idaho

July 2010

Bullying and Relational Aggression in Kids and Teens
Warm Springs Training Institute
Boise, Idaho

Publications

Supervision Experience

Female and Male Psychologists in Academic Administration:
Resource Control and Perceived Influence
Academic Leadership Journal, summer 2010 edition
J. Schenk, K. Gathercoal, M. Peterson, & L. McMinn
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August 2008-May 2009

Peer Supervisor
Department of Clinical Psychology
George Fox University, Newberg, Oregon
• Provided weekly supervision to two practicum students.
• Weekly individual supervision.

August 2009-August 2010

Psychosocial Rehabilitation Specialist Supervisor
Warm Springs Counseling Center
Boise, Idaho
• Provided weekly group supervision to a number of psychosocial rehabilitation specialists employed at Warm Springs.
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Relevant Volunteer Experience

2005-2007

Graduate Department of Clinical Psychology Student Council
Class representative and secretary.
George Fox University, Newberg, Oregon
• Represented student needs and concerns.
• Met with faculty and staff.
• Developed and organized department events.

2007-2009

PsyD Admissions committee member and applicant interviewer
George Fox University, Newberg, Oregon
• Read and evaluated prospective student files.
• Interacted with students, faculty, and staff in applicant selection.
• Co-interviewed prospective students.

Spring 2007

Legislative Advocate
• Lobbied on Capitol Hill in Salem, Oregon for several bills
relating to mental health and psychologists' rights.

Fal12006-2009

Peer Mentor
Department of Clinical Psychology
George Fox University, Newberg, OR
• Provided professional and academic support and mentoring to a
doctoral student.

Memberships & Affiliations

2002-Present

Student Affiliate
American Psychological Association
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July 2010-Present
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Student Member
Idaho Psychological Association

Research Experience

August 2006- March 2010

Dissertation
Committee Chair: Kathleen Gathercoal, PhD
Committee Members: Mary Peterson, PhD, Lisa McMinn, PhD
Male & Female Psychologists in Academic Administration:
Resource Control & Perceived Influence
• Investigates the roles, resource control, responsibilities, and
perceived power of female psychologists working in academic
administration as compared to their male counterparts.

August 2006-May 2009

Research Team Member
Supervisor: Kathleen Gathercoal, PhD
• George Fox University, Newberg, Oregon
• Meet bi-monthly to discuss and evaluate progress, methodology,
and design of group and individual research projects. Areas of
focus include women's issues, program evaluation, and
multicultural awareness.

August 2002-May 2005

Research Assistant
Northwest Nazarene University, Nampa, Idaho
Supervisor: Glena Andrews, PhD
• Interviewed and assessed prospective participants for suitability
in current studies.
• Ran EEGs on participants.
• Provided care for laboratory animals.

May2004

Research Presentation
Supervisors: Glena Andrews, PhD & Ron Ponsford, PhD
• Northwest Nazarene University Annual Research Forum
Birth Order, Family Size, and Levels of Extraversion in
Undergraduate Students.

References, transcripts, and letters of recommendation available upon request.

